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ABSTRACT

The Human Resoure lianagement Cou'rse Monographs provide descriptions, of

trarbing courses for'graduate students an n4npower practitioners, inducting

treatmet.of.some of 'the major functions of manpower programs. Manpower Pro-

ject Monitoring and Program Evaluation is designed to introduce the student

to the principles, techniclues,.and 14M-itations of t4le.monitorin.g and

t ion prpcess. The
4
cdurse also provides the students with "hands-on" experience

in designing a model blanpqwer monitoring and evalUation systemfor:a particu-

. 1
lar.organization. Monitoring essentially involves t termire.tion of whether

cirnot_p proje ct Adoing what it-said it was going to do. Evaluation involves

the analysis of the effectiveness oPa particular project or,program componelt

in achieving its slated objectives.
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PREFACE

As Director. of the Humarilletemftes Institute (H111)r in the School of.

Management of te:State University of New `fork at Buffalo (SUNYAB), it is

- a pleasure for me to announce the inauguration of the HuMan ResoUrce Course

Monograph Series. The Human Resdurce??Institute is an interdisciplinary

teaching arill research unit which has been funded under a-grant from the

_Department oaf Labor to..estab-H-sh--andoffer a human resources curriculum

to degree seeking studentS as well as manpower practitioners employed

throughout Region II of the-United States (New YOrk, New Jersey, Puerto

Rico and the Virgin kslands).

As part of its mandate under the Manpower Institutional Grant from the

Department of LabOr, the HRI has developed six new credit bepring human

resources courses and has revised several others. These courses are

offered during, the, evening and are tpilored to meet the educational needs-

of manpoller-human resource practitioners as well as students intending to

enter the human resources field.'

IThe objective of this monograph is to share with other faculty

in the human resources development field the learningpobjectives, course

/structure, instructional strategies, general content and related information

pertinent to specifit manpower courses. In.this way,- instructors of similar

or related courses will hopefully benefit from the experiences derived by

HRI faci.lty in the formulation and implementation,of these courses in a non-
.,

tradit,onal educational environment.

- The initial course monograph, writtep by two experienced. instructors in

the human resources field, ou_tlines the components of a manpower monitoring

and evaluation cu'rriculum. This 'subject was specifically selected as.part

of the Institute's course sequence because of the expressed need of admini-

strators operating under;decentralized special manpower revenue sharing grants

to determine the nature and quality of performance of the programs provided

under their jurisdiction.. Manpower Project Monitoring and Program Evaluation

was designed, therefore, to teach current and potential manpower staff not

onty how to assess, whether particular programs were meeting their specified

objectives but also to ascertain tht cost-effectiveness of the,program in .

fulfilling its intended purpose.
o

I congratulate Myron Fottler and Joseph Raelin ortheproduCtion of a

concise, well written monograph arid hope that.its readers will benefit

from the ideas and information they provide in the following pages.

S.
.

Dr. Thomas G. Gutteridge
Director
Human Resources Institute
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I. INTRODUCTION

A. Description of Human Resources Management Curriculum

The Human Resources Management Optidn is a major component of he MBA

program" at th School of Management, State Universit of New York at Buffalo

(See Figure 1). The School has offered a wide rang of .burses, over the

years, encompassing a variety of management subdisciplines.

State University of New York at Buffalo

I School of Management

Human Resources Institute

Human Resources
Management
Option

Figure 1.

Location of Human Resources Option
within the SUNYAB System

Recently; however, many faculty members have become increasingly aware that

the field of human resources management'and manpOwer development is.experienc-

ing a dramatic transformation. Recent course offerings have reflected this

awareness. On September 1, 1974, a'new elective option in Human Resources
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Management was added to the MBA curriculum. The'primary objective of this pro-
.

gram is to provide students with a broad management education as well as with

the theoretical and practical skills required to assume a career role in the

applied Kuman resource; field.

Those students electing the HRM Option generally spend four academic semen-

ters in residence and, in addition to the basic MBA core, complete a prescribed

. .

sequence of four courses in the human resources area (See Appendix.C). While

not a required part of the program, HRM students are encouraged to obtain on-

e

sitq4project experience in the manpower-human resource departments of selected

organizations by means of one semester paid employment traineeships, credit

bearing internships.; or 1.ndependent study projects. In addition, as part of the

HRM Option, students must select two human resources management electives and

two general electives. The Manpower Project Monitoring and Program. Evaluation

course,' (MG! 696), described herein, qualifies as an HRM elective (See Appendix

A).

B.. Statement of Course Purpose

Manpower Project Monitorin9sand Program Evaluation provides, an introduction

to the monitoring arid evaluation of manpower programs. It is designed to pre-

parepare students not only to monitor and evaluate existing manpower programs, but

also to develop prototype monitoring and evaluation systems.. Students learn
. .

theories, techniques, applications, and limitations of various approaches to

, . monitoring and evaluation.

4
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II. MODEL OF COURSE STRUCTURE

/A.' Course Goals

1. To prepare the student to:

00

4

a. Develop an understanding of the origin, development, and current status

of manpower programs in the including the purposes and achievk:

ments of prior categorical manpower prograMs as well as the more recent

CETA legislation.

b. Develop. an understanding of the role.of monitoring and evaluation in the

total context of manpower program development.

c. Develop an understanding of the research framework and various techniques

of monitoring and evaluation, .including both economic and non-economic

approaches.

4 .d. Design and implement a.moni.toring

organization.

and evaluation system for a specific

1

2. To provide the above applications for both manpower program practitioners

and graduate students,

B. Course Content
I

1. An Overview-of-Manpower Policy, Past and Present

2. Federal Manpower Programs. and PreviOus Evaluation Efforts
tk

4

3. An' Introduction to Monitoring and Evaluation Research

4. Project Monitoring

5. Program Evaluation
.

6. Design of a Model Manpower Project Monitoring and Program Evaluation

System
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C. Overview of Instructional Strategies

1. During the coursee short lectures and demonstrations were used by the

instructors to introbuce cognitive material. The clasS discussions of

r

the material were base

41)

,i,poir the readings assigned for the Particular

week as well as upon the instructors' presentations.
t

2. Three instructors with different experiential and academic backgrounds

alternated presentation of the material. The diversified perspective

of the instructors was supplemented-by guest speakers (See Appendix E).

3. A wide variety of student backgrounds contributed to the richness of

class interactions. Most of the class membership consisted of manpower

practitioners from city and county governments and from community7based
L.01.

agencies. In*addition to manpower practitioners, the class consisted of
I

,9
graduate students, including three Ph. D. candidates, and three MBA

candidates, all from t'he School of Management.

5. A case exercise was given to the class in order to prqvide practice in

formulating objectives and developing monitoring and evaluation criteria

(See Appendix D)..

6. Students were required to subMit an original monitoring and evaluation

design system for their own organization in the case of practitiorhers)

or for aarbdel organization (in the case of graduate students).

D. Assessment System

1. An interim.assessment was done halfway throtigh the .semester to determine

student attitudes toward the course (See Appendix F).

2. A final assessment was, completed during the last week of-class (See

Appendix F).
/

1(1
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1111 DESCR1PTION'OF INSTRUCTIONAL MODULES

To insure mastery'of course content 'six instructional modUles were

designed, to integrate major topical areas and insure competence attainment.

The course consisted of 14 three-hour classroom sessions during the Spring

term, 1975 The modules were delivered as follows:
No. of Class

Module''No. Title *
, Sessions

1 "Overview of Manpower Policy; 2

2 "Federal Manpower Programs" 2

"Introduction to Monitoring and Evaluation Research" 2

'4 "Project Monitoring" - 2

5 "Program Evaluation" 3

.. 6., "Design of Model Monitoring and Evaluation System" 1

A. Module 1 "Overview of Manpower PolicyP
4.

Rationale: The
6 purpose of this module peas to familiarize the student with

the developmedt of U. S. Manpower policy, the provisions of the Comprehensive

Employment and Training Act of 1973 (CETA), and current issues in comprehensive 7

manpower policy.

)

Instructional Content:

1. Reasons for development of categorical federal manpower 'programs

Cif
%

2. Previous legislat.ison Wand programs

a) Employment Act of.$1946

b) Ara Redevelopment Act

c) Manpower Development and 4:raining Act

d) Vocational EduCation Act of 1963

s'N

e) Economic Opportunity Act and some selected Poverty Programs - Job

Corps, Neighborhood Youth Corps,41ew Careers

f) Cooperative Area Manpower Planning System (CAMPS)

g) Concentrated Employment Program (CEP)

a
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"h) Emergency Employment Act of 1971 .

3.. Problems with categorical programs

4. CETA description and discussion of all titles

Rights and responsibilities of all parties under CETA

6. Comprehensive manpower policy issues-
_

a),potential clients for manpower services

brpotential services of manpower programs

c) interorganizational actors involved in manpower delivery systems

d) relationship between,economic policy and manpower policy

e) issues in the debate regarding the utility of macro-manpower pdliCy

7. Guest Speaker: "CETA and Municipal Employee Labor Unions"

(Mr. Joseph Rizzo)

B. Module 2 7 "Federal Manpower Programs"

Rationale: The purpose of this module was to familiarize the'student with
1

previous evaluation efforts of federally-sponsored categorical manpower programs.

Instructional Content:

I. Evaluations of:

a) The Manpower evelopment and Training Act

b) Public Employment Program.

c) Concentrated Employment Program

d) Work Incentive Program

e) Day Care for Welfare Families

f) Job Bank

g) Project J. E. T. (Jobs, Education, and Training)

2. Summary - overall evaluation result of ca'tegoriCal programs



C. Module 3 - ' Introduction to Monitoring and Evalion,Research

Rationale: The purpose of this module was to familiarize.,the student with

the basic principles of the research process and to demonstrate the signifi-

cance of ,evaluation as a vital link in that process.

Instructional. Content:.

1. Definition of research - basic, applied and policy

2. Theory Uuilding and hypothesis-testing

3. Principal ideas undergirding research

,

a. "Conceptsu-.7 what are they?

,t

I

1) Defined as abstractions or perspectives brought to .bear on reality

Types. of concepts

3) Concepts in manpower evaluation

b. Indicators or measures

c. Indices

d. Reliability

e. Validity

4. The scientific method and its relevance to evaluation research

a. _Dewey's four stages:

1).problem, obstaole, idea

2) formation of hypothesis (conjectural statement)

j) reasoningy-deduction
...-

) observation,,testing, experiment

r

bt Feedback as a fifth stage, creating a loop a la systems theory

c. Examples of use of scientific method in preparing ianpower evaluation

designs

1

1_
r
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5. Definitions of evaluatior)

a. Distinction between evaluation and evaluative research

b. The role of evaluation in the planning process

6. The six steps of the evaluation process (ref. Suchman)

a. value formation

b. goal setting

c. goal measuring (criteria)

d. identifying goal aCtivity (program planning)

cc putting goal act-ivity inte,operation (program operation)

f. assessing the effect of goal operation (program evaluation)

/1

7. Guest Speaker: "Current Status of Evaluacion Under CETA"

(Mr. Charles Atkinson)

D. Module 4 "Project Monitoring"

Rationale: The purpose of this module was to provide the student with a

more in-depth background in project monitoring.

Instructional Content:

1. Distinctions between monitoring and evaluation

a. short-run'vs. long-run

b. efficiency vs. effectiveness

c. process vs. impact

2. Kinds of measures used in monitoring and evaluation

a. input measures

b. process measures

c. output measures

d. benefit measures



5. Definitions of evaluatiorl

a. Distinction between evaluation and evaluative research.

b. The role of evaluation in the planning process

6. The six steps of the evaluation process (ref. Suchman)

a. value formation

b. goal setting

c. goal measuring (criteria)

A/
d. identifying goal activity .(program planning)

ea putting goal activity inteoperation (program operation)

f. assessing the effect of goal operation (program evaluation)

7. Guest Speaker: "Current Status of Evaluation Under CETA"

(Mr. Charles Atkinson)

D. Module 4 "Project Monitoring"

Rationale: The purpose of this module was to provide the student with a

more in-depth background in project monitoring.
V

Instructional Content:
N,

nl. Distinctions between monitoring and evaluation

a. short-run'vs. long-run

b. efficiency vs. effectiveness

c. process vs. impact

2. Kinds of measures used in monitoring and evaluation

a. input measures

b. process measures

c. output measures

d. benefit measures

I 't

ft
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3 Definitions of monitorOPing

a. comparison"of actual accomplishments with planned accomplishments

b. comparison of actual costs with planned costs

it

c. tolerance or variance limits

4. Desk review monitoring

a. uses

b. data available
J

5. On7site monitoring

a. uses , I

.11

b. management by exception

c. data generation

1) the interview

a) description; 'advantages and disadvantages

b) methodological issues

c) types

1. structured-standardized

/ 2. unstiuctured-unstandardized

).interview schedules and quest!onnaires

a) description; advantages and disadvantages

b) methodological iss s'

c) types

1. fixed-alternative items

2. open-end items

3. scale items

3) observation

a) description; advantages and disadvantages

b) methodological issues

c) types
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6. Guest speaker: "Monitoring and Evaluation Efforts at the State Level"

(Mr. Jack Curtin)

E. Module 5 "Program .Evaluation"

Rationale: The purpose of this module was to provide the student with

an in-depth knowledge of manpower prograh evaluation'.

Instructional ContenI:
O

1. Reasons for evaluation personal and organizati1

2. Preparation of an evaLuation-research design
4

a. Components

1) assessment of needs

2) identificUions of program to meet needs

3) goals', defined in objective terms; key question "Who, 411

do what, when, under what conditions, to what extent, and how

will it be measured?"

4) data collection

5) analysis; 'i.e. statistical techniques

6) findings

7) recommendations

b. Types

1) one-shot case study

2) one - group, pre-test, post-test design:'-

3) static group colkarison
411A

4) pre-test, post-test control group design

5) Solomon four-group design

Definition of beneficiaries of parkictilar manpower programs

4. Setting realilltii objectives for different beneficiaries.

1,
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f

5. Types of'evaluation methodologies, limitations, and examples

a. cost-effectiveness analysls

.b. relative.effectiveness analysis

c. cost-benefit analysis

d. internal rate of return analysis

. Evaluation strategies

a. process evaluation,

b. output evaluation

c. impact evaluation

7. The political dimensions of evaluation-

8. Case exercise (See Appendix D)

9. Guest speaker: "Approaches to Manpower Program Evaluation"

(Mr. Allan Skvirsky)

F. Module 6 - "Design of a Model Manpower Project Monitoring and Program

Evaluation System"

Rationale: The purpose of this module was to provide the student with

s

an opportunity to apply classroom applications in the preparation of an

independent project and to practice making an oral presentation, including

the assimilation of constructive critiques.

Instructional Content:

Each student, either individually or as part of e group, developed and pre-

sented to the rest of the class a design of a monitoring and evaluation system

for his own organization. in the case of the practitioner,'the systeM applied

to his own organization. In the case of the graduate student, a general model .

'or a design for some-designated organization was developed. Among the projects



.

completed were the following:.

1. "Manpower Monitoring and Evaluation of the Ford Foremen Training

4rog ram"

2. "Manpow8r. Program Monitoring,and Evaluation System for pie City -..

of Buffalb"
4

3. "Monitoring and Evaluation in the Comprehensive Community Coun'seling

and Referral Services"

4.
t
"Manpower Planning and Evaluation in a Developing EconomY The Case

of Nigeria"
co

S.() "A Model ManOwer Evaluatiob System"

6. "An Evaluation ,System for the Affirmative Action Program at the West-

'Seneca State School"

I

ti

13



A. Ev':J1m4Fon

Student p6rfor

IV. CONCLUSION

iY

was evaluated on"the,basis of the monitoring and

evaluation system deve oped as well as on class participation. Grades were

issued, at the student's option, on eitherk,a 'getter" or "satisfactori,7
'

unsatisfactory" basis. Students completing unacceptable projects received a

grade of "incomplete." The course and the instructors were evaluated, by means

of a questiolpaire completed during the firial week of, class (See Appendix F).

B. Recommendations

I

14

The following recommendations and observations are made on the basis of

the student responses to the course evaluations and aconsensus of views
,

,

reached by the instructors with regard to the workability of this 'pilot format.

1. A semester-long course may not be the most appropriate format in which to
f ,

provide manpower program practitioners with continuing educatlon or training.

The pressures of the job are such that many practitioners are simply too ex-

hausted to participate effectively in a 2 1/2 hour class held inOediately after

work. In many cases, these same class members choose not to attend Glasses

because of fatigue or, occasionally, because of commitmenIto attend evening

work activities, such as committee meetings. Though the reasons for absences

are most often legitimated, the problem is sufficient to hinder course conti

ity.

An alternative format may be to provide modules of selected topics from the

above curriculum on either a weekend or intensive week-long basil. The Human

Resources Institute is currently pursuing such an alternative on the basis of

an educational needs assessment, which essentially concurred mith the above

recommendation. 1I

3
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2. "The motivation o prim e sponsor practitioners to tbke courses in such high-

f,
,

ly'technical skills as monitoring "and evaluation must be questioned at the pre-

sent time on two principal counts. First, at the projeEt level there appears to

be incentivencentive tO conduct sophisticated evaluation analysest at least at

S
this early stage of state yd local administration of manpower programs. More-

over, the federal regional office, in its monitoringicapacity, has not been

insist ing on highly technical and qualitative analyses, w ich form the subject

'1"

$

matter of cgorses such as the one described here. Secod , it is also apparent,

at this early stage, that in some areas political factors compete with "scienti-

fic" or research indicators in planning and evaluating the objectives of compre-

hensive.manpower programs. Therefore, in such cases, evaluation efforts may not

receive sufficient backing from high-level program administrators involved in

the day-to-day politics of public pcitinfstration.

Persistence of either factor cited above can,produce little i-centive,

0

economic or non-economic, to encourage staff education and training in monitor-

ing.and evaluation.

3. Although mixing degree-seeking students and practitioners in a course such a

as this one may be a desirable strategy, particulai-ly in providing opportunities

for educational diversification and exchange, -there are some limitations that

ought to be brought to the attention of potential instructors. As was indicated

in an earlier recomme tion, practitioner attendance will most likely be infe r-

ior to that of the students. In addition, practitioners# by virtue of their

work responsibilities, are more interested in practical applications of the curri-

culum, whereas studeris'are more willing to consider conceptual material. Firia1;

ly, practitioners can/ be expected to devote less time to outside hoMewoA assign-

mentsthanfull-timestudents.These limitations, however, need not thwart-ef-

forts at "mixing" as.Jong 'as the instructor is aware of"them and-is prepared to
. 9 i

4

.
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adjust his teaching strategy td accomodate the diverse interests without sacri-

ficing a concern for academic excelleoce or intellectual inte ity.

I
a. Where practitioners and students are mixed, team teaching y instructors

with different backgrounds (`academic and practical) appears to tie an appi-opri-

ate strategy.

b. Where practitioners and students are mixed, efforts should be made to pro-

vide a course location convenient to both.parties. A selection of.a location

close to a.work site would probably increase practitioner attendance.

a 4. With,an audience sophisticated inqhe sense of having knowledge or experi-

ence in manpower policy, Modules I and 2 may be deleted in courses in monitor-

ing and evaluation, particularly if the course objectives include so?ely a
4.

. .

presentation of essential technical issues. However, such a'deletion, risks

the loss of establishing a conceptual foundation and of integrating the intro-

'ductory knoWledge base of the students.

5. There is considerable confusion in the terminology of monitoring and evalu-

ation. Students should be made aware of this fact as early as possible in the

course and an effort should be made by the instructors to establish common
0

definitionsfor the major concepts utilized in class discussions. . It would be

useful; in this context,'for the Manpower Administration's Office of Evaluation

to provide some standardized definitions for evaluation terminology used in the

manpoWer field.

cs
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Professor Myron D. Fottler
. 319 Crosby Hall
Schoolof Management
S.U.N.Y. at Buffalo
Buffalo,. New York 14214

MANPOWER PROJECT MONITORING AND Spring
Semester 1975

PROGRAM EVALUATION (MG! 696)

Professor Joseph A. Raelin
Human Resources Institute
School ,of Management
S.U.N:Y. at Buffalo
Buffalo, New York 14214

Class Sessions: Tue'Sday evenings 5:00-8:00 P.M.

0
Required References:

Professor Edward Cole
Director
Mental Health, Manpower and

Training, Inc.
260 Elmwood Avenue
Buffalo, New York 14222

(1) Nichael E. torus and R. "1-6sh, Measuring the Impact of Manpower

Programs: A Primer (Ann Arbor, Michigan: institute' 40,f Labor and Industrial
Relations, The University of Michigan-Yayne Sate University, 1970).
[b & T]

(2) Garth L. Mangun and John als14-, A Decade. of Manpop.'r Development and
.Training-(alt Lake City,' Utah: Olympus PublishingCompany, 1977)771 &

(3) Uational League for Citi - U.S. Conference of-Mayors; Focus on Manpower
Planning: Mowitoring and Evaluation -('!ashington, D. C 1973) [:ILEC]

(4) Edward A. Suchnan, Evalu tive Research: Principles and. Practice in Public
Service and Sociel Action Programs (i:ew York: Russell Sage Foundation, 1967)

(5) U.S. Department of Labor, Manpower Administration, Conprehensive Employment
and Training Act of 1973: Program Assessment Guide T!ashington; 1974)
PAGJ

Optional Aeferences: .

(1) Michael C. Borus, ed. Evaluating the Impact of Manpower Programs (Lexington,
Mass.: U. C. Heath and Co., 1972) NJ

0

(2) U.S.President,,panDowei Report of the President ('.!ashington, C. C.: U.S.
Government Printing Office, 1974) DM]

Course Objective: To help students-design a monitoring and evaluation system
for their own organization.

Course Requirement: tk model monitoring- and evaluation system for ceach agency
represented in the class will be required. Students nay submit individual
or group i-eports. To the extent that time allows these reports will be
discussed in class.
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Manpower Project Monitoring. -2- ) Professors Fottler, Raelin, and

Cole
COURSE OUTLia*

1. An Overview of Mdnpower Policy ( 2 weeks)

The purpose of this section is to familiarize the student with the background

and development of U.S. manpower policy, the objectives of manpower programs,
and the provisions of the ComprehensiVe Employment and Training Act of 1973, (CETA),

"The Employment and Unenploynent Record," nR, pp, 13-3t. ,(0)
"The New-Geography,of Employment: Migration and the American Worker," MR

pp. 69-102. (0)
-

"Changing Patterns of Occupational Opportunity," MR, pp. 103-130.. (0)

---"ilampower Programs; A HewRol-e-for States.and Localities," 1973 MR, pp. 31-56. (°)-,

"Manpower Programs: Moving Toward pecentralization," MR; pp. (R)

"Comprehensive Employment and Training Act of 1973," tR, pp. 193-242. (R)

Robert Guttman, "Intergovernmental Relations Under the '!ew Manpower Act,"

Monthly Labor Review, June 1973, pp. 10-16. (R)

"The MOTA Program in Retrospect," 1 & V, pp. 5-16. (R)

Michael' J. Piore, "On the Job Traiii76in.the Dual Labor Market: Public"and

Private-Responsibiyties in on-the-job Training of Disadvantaged Workers,"

in Arnold R. Weber, ed. Public-Private Manpower Policies (Madison, Wiscon-

sin: Industrial Relations Research Association, 1969), pp. 101-132. (0)

Garth L.)langum, "Manpower Research and Manpower Policy," in Benjamin Aaron,

pt. al., editors t Review of Industrial Relations Research, Vol. 11,

ITTWCITTon, Wisconsin: Industrial Relations Research Association, 1971),

pp. 61-124. (0)

Edward 6. Jakubauskas and Palomba, "The Emergence of Manpower Policy," in

Manpower Economics (leading, Mass.: Addison-Vesley Publishingto., 1973),

pp. 203-224. (R)

II. Federal Manpower Programs (2 weeks) .

A. Manpower Development and Training Act

Mangum and Walsh, pp. 17-144. (R) c

Einar Hardin and Michael E. Borus, "Denefits andCosts of tiDTA -ARA

Retraining," Industrial Relations, May 1972, P. 6. (0)

Earl D. Main, "A Hationwide-Evaluation of MaTA Institutional Job Training,"

Journal of Human Resources,'Spring 1963, pp. 159-170: (0)

"Report on Education and Training Under. MDTA,".011, pp. 159-138. (0)

B. Public Employment Program.

"Report on theieublic Employment Program, MR, pr. 145-158.

C. Concentrated Employment Program

Morgan V. Lewis and Elchanan Cohn, "Recruiting and Retraining Par-

ticipants in a Manpower Program," Industrial andtiabor Relations

Review, January 1973, pp. 342-350. (R)

R = required, 0 = optional
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Manpower Project Monitori Professors Fottler, Raelin,

and Cole

D. Work Incentiverogran
01.11U II: A Progress Report," MR, pp. 131-144.- (R)

. Day Care for 'Ielfare Families

Ralph D. Htsby, "Day Care for Families on Public 'Assistance: Ilorkfare

Versus Welfare," Industrial and Labor Relations Review, JUly 1973,'

pp. 503-510 (R)

F. Job Bank

Joseph Z. Ullman and George P. ,Huber, "Are Job Banks Improving the

Labor Market Information System ?," Industrial and Labor Relations

Review, January 1974, pp. 171-185. CR)

. Project J.E.T.

David B. Lipsky, JohnE. Drotning, and Myron D. Fottler, "Some Corre-

lates of Trainee Success in a Coupled OJT Project," Quarterly Review

of Economics and Business, Summer 1971, pp. 41-61. (R)

Myron D. Fottler,, John. E. Drotning, and David B. Lipsky, "Reasons for

Employer iion-Participation in Manpo r Programs for the Disadvan-

taged," labor' Law Journal, November 1 71, pp. 703-712. (0) "

John E. Drotning,-David B. Lipsky, and lyron U. Fattier, "Union Leader

Attitudes Toward Significant Aspects of Job ,Training Programs for the

Disadvantaged," Labor Law Journal., January.1972, pp. 13-24. (0).

JohnE. Drotning, David D. Lipsky, Howard Fbstei, and Myron D. Fottler,

"Worker Attitudes Toward Black Hard Core Trainees," Journal of

Economics and Business, Fall 1972, pp. 26-31.(0)

David B. Lipsky, "Toe Role of the Employer in HardCore,Trainee Success,

Industrial Relations,,May 1973, pp. 125-13(,).
(0)

Myron D. Fottler, "Employer Size and Success in Manpower Training Pro-

grams for the Disadvantaged," Relations Industrielles;Industrial

Relations, December, 1974, pp. 685-708. (R)

An Introduction to Manpower Program Monitoring and Evaluation

(2 weeks)

The purpose of this section is to familiarize the student with scientific

approaches to mannyer program monitoring and evaluation and the problems

associated with eArch-sapproach. A discussion of proposal evaluation will also

occur.
-

Suchman,,a!EvaluativeResearch: pp. 1 -179. (R)

Iiorus and Tash, Measuring the Impact of Manpower Programs, pp. 1-81. (R)

ilational League for Cities, Focus on Manpower Planning, pp. 1-23. (R)

Glen G. Cain and Robinson G. Hollister, "The Methodology of,Evaluating

Social Action Programs," in Arnold W. 'saber, ed. Public-Private

Manpower Policies (Madison, Wisoonsin: Industrial Relations Research

Association, 19(.9), pp. 5-33. (R)

"Introduction to Program Assessment," PAG, ,pp,-1-1 - 1-9. (0)

Michael E. Borus and Charles G. l3untz, "Problems and Issudt in the

Evaluation of Manpower Programs," Industrial gnd Labor Relations"

Review January 1972, pp. 235-245. 0.0

4



Manpower Project Monitoring -4- Professors Fottler, Raelin, and

COle

IV. Project Monitoring (1 week)

The purpose of this section is to provide the student with a more detailed

and in-depth background in project monitoring.

"Monitorinr in MLFC, pp. 24-37 and Appendices C and D, pp. 102-11G. (R)

"Establish Program Objectives," PAG, pp. 11-1 - .11-4. '(R)

Myron Roomkin, SettingiPerformance Objectives Under CETA, (Planning and

Evaluation Committee, Governors Advisory Council. on Manpower, State

of Illinois, June 1974), pP". 1-36. (0)

V. Program Evaluation (3 weeks)

The purpose of this section is to provide the student with an in-depth
knowledgetof manpower program evaluation.

"Evaluation," in AFC! pp. 37-90 and Appendices A, 3, E, F, and G, pp. 91-

101 and 117-162. (n)

Program Assessment Guide, pp. 111 - V-;. (R)

John U. Scanlon, et. al., "An Evaluation System to Support a Decentralized

Comprebensive Manpower Program," in Borus, pp. 27-33: (R)
Articles by Barth, Bryant and Hansen, and Hardin in Borus, pp. 3-12,

21-2S, 55- 68._(0)
David H. Greenberg," Employing the Training Program Enrollee: An Analysis

of Employer Personnel Records," Industrial and Labor4Relations Revi6/,

July 1971, pp. 554-571. (0)
Edward b. Jakubauskas and ::eit A. Palomba, "Evaluating Manpower Programs,"

Manpower Economics, pp. 225-241. (a)
Roomkin, op.cit., pp. 3.,;-51. (0)

VI. Special Problems in Manpower Program Evaluation (1 week)

The purpose of this section is to provide the student with more depth--.and

'detail concerning certain specific problems or issues in evaluation.

A. Sources of data

Artitles by Fischer, Koenig, Parnes and Shea, Heller and Kelley in

Uorus, pp. 177-212. (0)

U. Designing Survey Instruments

Article's by Argana, Sheppard, Barnes, Romans, and Lewis in Borus,

.pp. 79-92, 145-174.,((;)

C. Measuring don- Economic Impacts

Articles by.Kas1,,Soners and Stormsdort MCDonnell, Mangum and

Robson, Rosen, and Hamermesh in Borus, pp. 33-142, 215-256. (0)

VII. Design of a Model 'Manpower Program Ionitoring and Evaluation System

(3 weeks)

These sessions will be used to help students to develop a monitoring and
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Dole

evaluation system for their own organization. Students may work as individuals
and in groups and will be encouraged to discuss their problems in developing such
a system with their classmates as well as the instructors. Some time during

these sessions might also be used to discuss proposal evaluation. A case study
of one proposal in process could be presented to the class for critical evalua-
tion. Students will also be encouraged to present their own monitoring and
evaluation proposals to the class for critical evaluation.
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ADDITIONAL REFERENCES

Bateman, Worth. PM Application of Cost-Benefit Analysis to the Work-Experience

Program." American Economic Review, Vol. 57, May 1967, pp. 80-90.

!'Asse-sing Program Effectivepess." Welfare in Review, Vol. 6,

Jan.-Feb. 1968, pp. 1-10.

Borus, Michael E. "A Benefit.:Cost Analysis of the Economic Effectiveness of

Retraining the Unemployed." Yale Economy Essays, Vol. 4, 1964, pp. 371-429.

Cain, Glen G. and D. Hollister 'Robinson. "The Methodology of Evaluating Social

Action Programs." Public-Private Manpower Policies, Industrial. Relations

Research Association, Madison, Wisconsin, 1969, pp. 5-34.

Goldfarb, Robert. "The Valuation of Government Programs." Yale Economic Essays,

Vol: 5, Fall 1569, pp. 58-106,

Hamermesh, Daniel S. ManpoweriPolicy and the Economy. New Yo'r'lc: General Learning
,

Press, 1971.

Hamermesh, Daniel & Robert Goldfarb. "Manpower Programs in a Local Labor Market:

a Theoretical Note." American Eco omic Reviews, Vol. 60, September 1970,

pp. 706-709.

.Jacobs,-Irene. "Manpower Training and benefit-Cost Analysis." Manpower, Vol.

March 1973, pp. 28-30.

Levine% Abraham, S. "Evaluation Program Effectiveness and Efficiency--Rationale

and Description of Research in Progress." Welfare in Review, Vol. 5, Feb.

1967, pp. '1-11.

Lyden, F. J. and K. Lee Lawrence. "Evaluating Program Change." Social Work,

Vol. 18, March 1973, pp. 87-94.
. .

'Main-, Earl. D. A Nationwide Evaluation of MDTA Institutional Job Training Pro-

grams. Report No. 118, National Opinion Research Center, Chicago: Univer-

sity of Chitago Press, October 1966.

Mangum, Garth L. and David Snedeker. "The Realities of Manpower Planning.1!

Manpower, Vol. 6, August 1974, pp. 3-7.

Marshall, Patricia. "Paving the Way for Local Control." Manpower, Vol. 6,

Apill 1974, pp. 2-9, .

"Building a Manpower Partnership." Manpower, Vol. 6,

April 1974, pp. 11-15.

. Sawyer, James. "Lesson for Prime Sponsors." Manpower, Vol. 6, April, 1974,

pp. 17-24.

Sewell, David 0! "Critique of Cost-Benefit Analyses of Training." Monthly

Labor Review, Vol. 90, Sept. 1967, pp. 45-54.
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Scanlon, John W., et al. An Evaluation System to Support Planning, Allocation,

and Control in a Decentralized, Comprehensive Manpower Program. Washington,

D.C.:' The Urban Institute, 1971.

Somers, Gerald G. Federal Manpower Policies. Industrial Relations Research

Institute, Prentice-Hall oLCanada, 1971.

Somers, Gerald G. and W. D. Wood, (eds.) Cost-Benefit Analysis of Manpower

Policies. Kingston, Ontario: . Industrial Relations Centre, Qqeen's

University, 1969.

U. S. Department of Labor, Manpower Administration, Office of Policy, Evaluation

Research. 'Evaluatiop of Manpower Programs at State and Local Levels: A

Guide for Manpower Revenue Maring Grantee's. Washington, D.C.: S.

Department of Labor, June 197. (mimeographed draft).

Weisbord, Burton A.' "Conceptual Issue?-.0 Evaluating Trainin94rograms."
Monthly Labor Review, Vol. 89,-Ottober 1966-, pp. 1091-1097.

Wetzel, J.\11. and M. Ziegler. "Measuring Unemployment in States and Local

Areas." Mont4PY Labor Review, Vol. 97, June t974, pp. 40-46.

Wholey, Joseph S., J. W. Scanlon,H. G. Duffy, J. S.. Fukumolo, and L. M. Vogt.

Federal Evaluation. Policy. Washington, D.C.: The Urban Institute, 1970.

Williams, Walter. Social. Policy Research and Analysis. New York: American

Elsevier Publishing Company, Inc. 1971.
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HUMAN RESOURCES MANAGEMENT OPTION CURRICULUM
,

BUSINESStTRACK MBA

1st Year

First Semester (Fall)

MGQ 6O5' Mathematical_Ararlysis for
Management

MGS 6Ol Infroductibn to Computers (1.5) MGI 671

Ma\604 Financial Accounting
MGE 650 Economic Analysis for MGF 625

Management- MG 625

MGB 601 Behavioral & Organizational MGT 617

Concepts of Management-1 MGB 602

Second Semester (Spring)

MGQ 606, Probability and Statistics
for Management

2nd Year

'Contemporary Human Resources
Industrial RelatiOnsissues

Financial Management
Marketing Management
Public Policy
Behavioral & Organizational'Con-

cepts for Management 11 (1.5)

Third SemesterjFall) 'Fourth Semester (Spring)

MGS 604 Management Strategy MGS 605 Operations Management

*MGI 681 Collective Bargaining *MGB 650 Organization Development

*MGI 780 Manpower Policy & the Develop- Skill

ment of Human Resoures *MGI 794 Manpower Planning and Adminis-
tration

dcHRM Elective + -*HRM Elective +

General Elective ++ General.Elective ++

*These are the courses which cOmprise the HRM option, i.e., a :total of six.

+The two HRM electives must be seiected from courses offered by the Department of

Organization and Human Resources or, eon approval of the option director an

appropriate course from another deparTment in the University.

++It is expected that the two general elettives will be used to enroll in a field

project such as an internship or to enrol) in courses outside the HRM Option.
Upon request, however, a student-will be allowed to combine an HRM elective and

a general elective to complete a six credit internship. Those students involved

in an .HRM internshiplaill also be required to enroll in MGI 691 (Practicum in

Human Resources Management) in order to fulfEll the internship requirements.

All courses 3 hours credit unless otherwise noted.

a
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HUMAN RESOURCES MANAGEMENT OPTION CURRICULUM

PUBLIC TRACK MBA

1st Year

First Semester (Fall) Second Semester (Spri-ng)

MGQ 605

MG5e601

Analysis for

Manageme
..Introduction to Computers (1.5)

MGQ 606

MGI 671

MGA 604 Financial Accounting
MGE 650 Economic.Analysis for MGf 625

Management MGM 625

MGB 601 Behavioral & Organizational MGE 631

Concepts of Management 1 MGB 602

Third Semester (Fall)

MGT --- Public Policy Formulation
*MGI 621 Person ik& Labor Relations

An he rOblic Sector

*MGI 780 Ma over Policy and the
evelopment of Human

Resources
*HRM Elective +
General Elective ++

2nd Year

Probability and Statistics
for Management

Contemporary Human Resourc0,/,/
& Industrial Relations issues

. Financial Management
Marketing Management ,

Economics of the Public Sector
Behavioral & Organizational Con-

cepts for Management 11 (1.5)

'Fourth Semester (Spring)

MGS --- Strategic & Operations Management
in the Public Sector

*MGB 650 Orgpnization Development
Skills

-;MGI 794 Manpower Planning and Adminis-
tration

*HRM Elective+
General Elective ++

*These are the courses which comprise the HRM Option, .e. , a total of six.

+The two HRM electives must be selected from courses offered by the Department of

Organization and-Human Resources or, upon approval of the option director, an

appropriate course from another' department in the University.

++It is expected that the two general electives will be used to enroll in a field

project such as an internship or to enroll in courses outside the HRM Option.

Upon request however, a student wiAl be allowed to combine an HRM elective and

a generaielecfive to complete a six credit internship. Those students involved

in, an HRM internship will alSo be required to enroll in MGI,691 (Practicum in

Human Resources ,Management) in order, to fulfill the internship requirements.

All courses 3 hours credit unless otherwise noted.
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HgI 696

CASE STUDY 'e-

FOR MANPOWER PROJECT MONITORING AND PROGRAM EVALUATION

The Shady Hill Human Resource Agency is the manpoWer planning agency

serving as CETA coordinator for the County of Bounty, a designated prime

sponsor. Silver Yawn, the directress of Shady Hill, has appointed Stewart'

Dessmel to head up a task force to prepare a monitoring and evaluation

system to be placed into operation at Shady. Hill within the next two months. OP

Mr. Dessmel has been given carte blanche by Ms. Yawn to utilize whatever desk

data is available within'the agency and to create whatever additional

measures may be needed to set up the monitoring and evaluation system. The

.only constraint specified his "administrative feasibility."

Mr. Dessmel decides to start out by taking a close look at the two major

training programs 'subcontracted through Shady Hill, the A-1,137C Skills Center

and the NAG-BOP programs. The Skills Center offers primaray-institutional

training at its training complexat the corner of Life andliley Streets.

Its curriculum is composed of instruction in the tradWonal occupations--

such as health sciences,.food services, clerical ski114,' mechanics, construc-

tion, machine repair, etc., The NAG -BOP program, onlhe:other hand, is

priMarily an OJT -type program, operating out of a sthall'office on the other

side'of town. It sene_sapplicants to local companieS fOrHon-the-job training

experience. Costs are shared with the companies. AlSO, supportive programs
.J .

are conducted at the NAG office, whereas at ABC, these programs are conducted
1 I

directly at the site at Life and Riley.

Mr. Dessmel begins,reviewing some of the records. He observes that

disaggreggate data are kept according to such broad categories as sex, age,

education, race, position in household, size of household, language spoken

in home, and welfare starua. He also begins to pick out other data of inter-

est. Both programs keep, 06cords on pre-program and post-program wages. He

also notices that each program has follow-up sample sheets, kept: at 6-month

intervals. -Furthermore, the follow-up sheets divide earnings gain figures

into three sub- categories:
0

1) increased labor force participation

2) Higher hourly wages

3) Improved employment stability

Prepared by Joseph A. Raelin, Research Associate
Human ResOurces Institute, School of Management

SUNY - Buffalo, New York 14214
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Finally, he also notices that a space is left in each follow-up-sheet for

separations with accompanying explanation.

'-Dessmel decides that both programs lack follow-up informatioft,relative

to promotions received and training-occupation consistency.(whether jobs are

in the areas trained).

Dessmel also decides that both training centers should maintain attitude

studies. Currently, only the NAG-BOP program has an attitude survey. Dessmel

is particularly concerned'that unsuccessful terminees seek work at least more

after the training experience than before. He is worried hat such terminees

may become more discouraged. Finally, he isialso concerned.abh the drop-

out rate in each prram and would like to ,see such a measure introduced into

the evalprogramtion design.

Turning to more operational kinds of data, Dessmel checks that both pro-
,

grams conduct outreach and assessment. As for facilities, the Skills Center

at Life and Riley is'relafively run-down, as is evidenced by their high

maintenance costs. On the other' hand, NAG shares its office space with the

local Employment Service.

Regarding service activ( ties, fessmel knows that.both run educational

programs. NAG's program is called "employability training" which attempts

to prepare applicants for the world of work Add for job search. Teachers

belong to the ES staff and are paid for their time working with NAG classes.

The ABC skills Center's educational program is geared more to instruction

in Bas-,c, Education, for those who are so assessed, as well as to preparatory

classes for those interested in taking the 9ED. Both programs provide support-

ive services day care, allowances, transportation, medical-dental-legal

services. Finally, both have active job development components.. NAG here

again purchases service from the Employment Service. IBC maintains its own

staff of Job Developers.

As Dessmel sets up his evaluation design, before going on to some of the

other programs, 'he notes that a comparative study should be made between

NAG-BOP and ABC Skills Center. However, in his notes, he makes mention that

aw.equitable study be conducted. Firgt, he wants to see ABC's costs adjusted

since their overall costs are now, -at least as is indicated'on the books, over

2 1/2 times more than NAG's. Also, 'he wonders whether NAG's location in a

predominantly Irish middle-class neighborhood, as compared toABC1's in the

Puerto Rican district, will account for demonstrable differences in the over-

all evaluation.

3 t;
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You are a staff aid to Stewart Dessmel. You have just picked up your

assignment for the day. Dessmel has written in the assignment memo:/

1) Write out for me the major objectives you feel should be in

our 6kaining program's. Try to keep the list to unweighty

proportions.

2) Attach criteria to each objective.

3) Sketch out a few cost-effectiveness or performance rating

formulas. If you can't get to it, at least provide me,with,,

some.reasonable. weights that we can use to evaluate the two

programs equitably.

4) Give me your opinion of which objectives and criteria are,

at this time, administratively and politically feasible to'

carry out.

5) State your personal views on what other limitations

we must contend with as we prepare an evaluation and monitor-

ing system.
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GUEST SPEAKERS:

'1. Joseph Rizzo
President, Local
American Federation of State, County, and Municipal Employees

Buffalo, New York

2. Charles Atkinson
Region It Desk Officer
Office of Field Direction and Management
Manpower Administration
United States Department of Labor
Washington, D.C.

3.. Jack Curtin
Chief of Manpower Programs
Manpower Planning Offtce
New York State Department of LabOr
Albany, New York

4. Allan Skvirsky
Director
Technical Assistance and Training, Inc.
Washington, D. C.

k
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Human Resources Institute
December 10, 1974

MID-SEMESTER COURSE I.JESTIONNAIRE

Course: Manpower Project Monitoring and Program Evaluation
Professors: Cole,- Fottler, Raelin
Time: Tuesday, 5:3.0 - 8:00 P.M.

DirectIons: Please answer the following questions as indicated.

1. Name (optional):

2. Do you plan to take this course for credit?

3. How many classes -have you attended?

.4.. a. When you have attended, what has been your opinion
of the presentations? (You may .cite specific classes,
if you, wish.)

b. In what ways would you recommend that the urse be
improved?

5. a. If you havp not attended certain classes, please
give reas.')ns for your absence.. (You may again
cite specif1P-Anstances.)-

b. Can you suggest anything which would insure more
regular attendance on your part?'

6. Any additional comments.

4
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STATE LINIV_RSi-fA(0:F NEW YORK AT BUFFALO
Ai ALYSIS'QF COUTiSE t? TEACHING:1AM

E.,,,:.,...:!:::"....r-o-7 ;:''.., i' $ . . yoti.rinstrumor irrt- -,,,..;.of fivE-, -5.) b.o..PS'IabeIerl.

..DE%-T1c,:...c..A7".C':. .ti', s. T'..--4n, -,,I ,.,. 1 :,,.,; 4.-..,,I,-1An tIA:- rcr..., r'px-t-.70 ei,,.:1 0. :it ct.),:roJJond,ng -;O- rhjt -ligit.

USE A, ..,.O. 2 017::';..7.:1:... 07., LY. '::::-..i: no str , m,-:'..s on truS:.-ms.ver sheet. ErasecOpret-,:ly any answers you
.deciOe to ch-ay,,....!... . . . . ..
' Th ;5 r; the only fc1,:titifyIn-J inform:It:1On you will be as'<ed to give, -Do not write your Qarne,

. . .

, .
IDENTIFICATION

Nt.rfe,ER

Select oni respon

EXAMPLE:

for each Item and record -that response by bfackenoig in the appropr lat.: space on this sheet.

1. In this coerrse's deoarhnen a: MAJOR; 1 NONMAJOR: UNDECI.DED
. ,

The stucirsnt in the exa.rpte Is a NONMAjOR in-t`le department offerIng the courSe..

7.

nye moSt acbur,-4te-answerj

:-)A.; ION MAJOR; UNDECIDED

,I1RAD AT VASTER S LE

VER:f

, tir3JA-.

.! E A.N OP9

ribrr ,, 1 :13

1:

3T.

VERY LITT'LE

GRAD AT DOCTORAL LEVtL.
4

1..F.7.`4, ENT .'

'RED

i.14P.O401-'01.1.,C7.:

NOT APPLICASLE.

DEMANQ1NG

. pORINg.1-z-

ROORC.`?F`FIEPARED.

-EASY TO FOLLOW

.ACCES:.-..iet.-S 710 t_PJA:,ENT7.4.

IS ICI ECANT 0;" t;tIEW.

OF

7:7,' LS

7 S. L 7-k77

T.17:

=,'..1,

.E.:.* :TY

L.:SELL:SS TO :.'NURSE or

A I R

"

SD

, ),.. \t:IT, ,,-) to f E f.../ 1- :-.1.) C:1Cr71;;:371-1-1.1e.TTO117-1.F.JE- P-A7-1-iT . _ IT OR P4C1,11..T Y-c"
-- .

Trould you reconlend instructor to others? Yes 1: 3ft "To
"Touli you reco-nend couse, to others? (es --. '71 lb

-. Overall, you felt theinstruCtor -Tas: 7..xcellent ''.' 't.' Poor-,-,qverall, yotl felt the COurse 'Tag: rz:cellent :`:. ' ::.".-. Poor
Easel on instructor'*-°a114ility, you r7ould: l'Eomote 2!" '7. rire...

42
TAit St .1,

fi


